Objectives. To examine the Coach Model for recruiting minority students for the pharmaceutical and biomedical sciences at the University of Georgia College of Pharmacy. The long-term goal is to establish the University of Georgia and the College of Pharmacy as a regional center for training minority scientists to solve problems concerning minority health disparities. Methods. Professional fairs, workshops, seminars, and campus visits were used to attract the most qualified students. Also vital to the recruitment effort is direct family contact, the location of supportive mentors, and funding. Results. The 9-year project resulted in the matriculation of 22 students to graduate programs in the College of Pharmacy. Eight have graduated and 13 are scheduled to graduate within 5 years. Only one student transferred to another institution. Funds are provided by a variety of sources, including the Alfred P. Sloan Foundation, the National Institutes of Health, the Department of Pharmaceutical and Biomedical Sciences, and The University of Georgia Graduate School. All students are fully funded. Conclusions. The project has already shown that a strong graduate program for minority students in the pharmaceutical and biomedical sciences can be executed and succeed. The project also demonstrates that faculty involvement as well as a positive instructional environment plays pivotal roles in the program's success.
INTRODUCTION
African Americans, American Indians, and Hispanic Americans are underrepresented in the biomedical sciences at the doctoral level. There is a present and immediate need for scientists, professors, and government leaders from these minority populations in the United States. This need is recognized in the "National Institutes of Health (NIH) Strategic Research Plan to Reduce and Ultimately Eliminate Health Disparities." 1 The Strategic Plan describes research infrastructure objectives that include minority research training and development, and minority institution support. It is reasonable to expect that the minority population participate and direct the reduction of health disparities within its own population. The shortage of minority scientists in the biomedicalrelated research sciences is due, in part, to a lack of students in the pipeline and a lack of programs at both historically black colleges and universities (HBCU) and predominantly white colleges and universities (PWCU) to support the development of these students. 2 This problem also exists in colleges of pharmacy with low numbers of minority faculty members and professional students. Numbers for faculty are found in the " [2002] [2003] Profile of Pharmacy Faculty" 3 : 8.7% black or African American; 3.9% Hispanic or Latino; 14.9% Asian or Pacific Islander; and 0.2% Native American. These numbers are not as good as they appear. The black and African American entry includes permanent residents or naturalized citizens from the Caribbean and Africa who are not minority African Americans. Furthermore, Asian faculty members are included with Hawaiians and other Pacific Islanders. The NIH considers neither Asian faculty members or students, nor non-domestic black faculty members or students to be minorities. The current report also does not consider Asian or non-domestic black students who are or have been enrolled in the graduate program at The University of Georgia (UGA), College of Pharmacy, Department of Pharmaceutical and Biomedical Sciences, as under-represented minorities.
The challenge facing educators is to locate, matriculate, educate, and graduate minority doctoral students who are committed to addressing health disparities issues. The Department of Pharmaceutical and Biomedical Sciences in the College of Pharmacy at the University of Georgia and the UGA Graduate School have instituted an instructional program for minority biomedical scientists with the long-term objective of establishing the institution as a regional center for addressing health disparities issues at the graduate biomedical scientist level.
All 4 of the requirements necessary to achieve a successful minority graduate program, namely locating, matriculating, educating, and graduating, define the Coach Model for recruitment. An explanation of the challenges of each requirement of the Coach Model process will emphasize the qualifications that make the Model successful.
Locating and recruiting American minority students for graduate doctoral programs is an underestimated challenge. Experience dictates that success in this initial endeavor is based on the development of a trusting relationship between the recruiter and the potential student. Visits to the student's home campus as well as direct family involvement are valuable in the recruiting process. Direct family contact has proven to be a powerful factor in the student's decision. In addition, if the recruiter's campus sponsors the interview, this is especially valuable. At the expense of the recruiting institution, the student can examine the programs available and determine which are most suitable to his or her course of study. These measures nurture the development of a trusting relationship and an empathetic understanding of the student's background, and offer confidence in the student's desire to succeed.
Once the student has been located, the matriculation process begins. This involves the provision of financial aid and the selection of the appropriate graduate program and mentor to accomplish the student's objectives. This process involves extensive collaboration between a network of faculty representatives and graduate administrators at both the student's former institution and the recruiter's institution. Again, this aspect of the matriculation process is driven by trust. The student must trust the recruiter's guidance regarding the selection of the graduate program. Most students, although bright and discerning, are usually not sufficiently experienced to make this judgment. Eventually, after successful matriculation of several candidates, the recruiter develops a reputation throughout the recruitment region for honesty and empathy in student affairs. Once this occurs, the process has evolved into a recruitment/retention program that impacts the student's educational path to graduation and future employment.
The latter phases of the Coach Model formula involve the education and graduation of the student. Research has shown that student retention is the primary problem facing minority graduate programs. [3] [4] [5] [6] [7] [8] Once matriculated, the student must be nurtured to success. This must become a continuum of responsibility for the recruiter, the mentor, the department, and the graduate program. After all, it is in the best interest of the department, college, and institution to select students carefully and to promote their paths to success. The best successes are a result of consistent, wise, fair, and firm mentoring. The student feels confident of the availability of sound guidance, especially early in the program. The relationship is based on trust, which forms the basis for a caring, positive environment, which is critical to the student's retention and overall success. Furthermore, if the student-mentor relationship is built on a firm foundation, it will last a lifetime.
METHODS
At the University of Georgia College of Pharmacy, the Coach Model was first employed in 1992 for the purpose of locating and matriculating domestic students. In 1992, the Department of Pharmaceutics was composed of 100% international students (Table 1) . Both faculty members and students were concerned about the lack of diversity. This prompted the Department to embark on a plan to increase domestic student enrollment, with an objective to balance enrollment of domestic to international students at a 50:50 ratio. Since the minority population in Georgia is approximately 30%, the plan was designed so that the underrepresented minority enrollment would be 30% of the domestic enrollment. In addition, students from disciplines other than pharmacy would be recruited because graduating pharmacists were not usually pursuing advanced degrees. These other disciplines included chemistry, biological sciences, physics, mathematics, and engineering. Remarkably, in 1992, this cutting-edge plan preceded the 1999 published report by the American Association of Colleges of Pharmacy, which states in Recommendation Six of the Report of the Commission on the Future of Graduate Education in the Pharmaceutical Sciences that there is a need to increase the enrollment of domestic students, including students from disciplines other than pharmacy. 9 The Coach Model procedural plan included attending regional graduate and professional fairs, which attracted large numbers of interested students. The initial geographical area included Georgia, Alabama, South Carolina, North Carolina, Virginia, and Florida. Later Mississippi and Tennessee were added to the recruitment map. Recruiters interviewed potential graduate students from both HBCUs and PWCUs. Using the Coach Model method, personal contacts were made with as many students as possible. Detailed dialogs describing the educational opportunities and graduate programs were conducted with each student. The students provided contact information for future communication. Later the students were contacted via mail, email, or telephone. The Department conducted about 25 recruiting visits each fall and was successful in enrolling students from all but 2 of the states visited. Interestingly, recruiters who were faculty members were more successful than the non-faculty recruiters. As the program grew, graduate students from the program were asked to participate in the recruiting process, especially at their alma mater, an approach that also proved successful.
RESULTS
From 1992-1998, Department of Pharmaceutics enrollment of domestic students increased from 0% to near 50%, and minority enrollment increased from 0% to approximately 20%, as shown in Table 1 . The most troubling imbalance in enrollment demographics was the continued lack of minority males in the program. This was addressed by aggressive recruiting and an increase in enrollment of this group is noted in Table 2 . During the 1997-1998 academic year, an administrative restructuring of the College of Pharmacy resulted in combining the Departments of Pharmaceutics, Medicinal Chemistry, and Pharmacology/Toxicology, into a single Department of Pharmaceutical and Biomedical Sciences (PBS). This was completed by the 1998-1999 academic year. Aggressive recruiting continued and currently the PBS Department has between 50 and 60 graduate students, half of whom are international students and half are domestic students, and one third of the domestic students are minority students. This is shown in Table 2 
DISCUSSION
Our goal of a 50:50 ratio has been reached. Furthermore, the low numbers of minority male students seen in Table 1 has been corrected and minority male enrollment has increased to parity that of female minority enrollment. This is the result of special efforts to recruit and matriculate male minority students during this period. Table 3 shows how student funding was managed and leveraged to maximize Department funds. From the 1994-1995 academic year to 1997-1998, the Department of Pharmaceutics solely funded the program, with the exception of funds from the NIH Minority supplement. The minority students reported in Table 3 were recruited from 12 HBCU and 10 PWCU. All were admitted under UGA Graduate School admissions standards; all have been retained and are performing as well as non-minority and international students.
In the 1999-2000 academic year, the author received a grant from the Alfred P. Sloan Foundation to partially support graduate students in the Department. The grant award was based on the previously discussed Coach Model Figure 1 shows total annual enrollment for the period 1994 to 2002. The column labeled "total/year entered" is a running sum of all students entering; while "number/year entered" are the matriculation numbers for that year. Graduation data are displayed in the same manner, and the column labeled "total/year graduated" is a running sum of all graduated students; while the column "number/year graduated" is the number of students graduating each year. The 12 minority students matriculating and graduating between 1999 and 2006 will cost the Department only 40% of the actual cost of education owing to aggressive and imaginative leveraging of funds.
As a result of the work presented here, a Bridges to the Doctorate grant was awarded by the National Institutes of Health/National Institute of General Medical Sciences to the author and UGA's PBS Department in August 2002. The goal of the grant is to increase the numbers of underrepresented scientists in the biomedical sciences. The grant is designed so that a doctoral granting institution partners with an institution that only grants masters degrees, in order to seamlessly bridge the student into a doctoral graduate program. For this grant UGA partners with North Carolina A&T University, Greensboro (NCAT), and seeks to train 18 minority master's degree students over the next 3 years to enter biomedical graduate programs at UGA. Upon entering UGA, the Graduate School funds the first 2 years for each student; the balance to be paid by the student's respective biomedical science Department. Receipt of the grant is viewed as highly positive for attracting minority doctoral students to UGA via NCAT. It broadly expands the currently described program in PBS to include all biomedical disciplines at UGA.
CONCLUSIONS
The 4 elements of the Coach Model, locate, matriculate, educate, and graduate, are shown to be the basis for a viable recruitment program that purposefully seeks to increase the number of minority graduate students enrolled in and graduating from graduate programs at a predominantly white colleges and universities such as UGA. The crucial elements are faculty interest, Departmental and Institutional interest and support, and a positive Departmental training environment, without which the program could not succeed. 
